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Abstract  Both  China  and  the  Czech  Republic  have  embarked  on  the  transition  from  centrally
planned economy  to  market-based  economy  since  the  early  1990s.  Human  resource  management
(HRM) played  a  very  important  role  in  the  success  of  companies’  economic  transformation,  and
its role  has  been  increasing  since  the  period  of  stabilization  and  development  of  the  market
economy  in  both  countries.  Authors  from  both  countries  have  been  cooperating  on  the  mutual
comparative  study  on  HRM  practices  in  these  two  countries  since  the  year  2009  until  now  and
found out  certain  differences  that  were  partially  introduced  in  the  doctoral  thesis  by  Jun  Li  in
2011 after  processing  data  from  the  ﬁrst  period  of  data  collection.  This  paper  brieﬂy  highlightsCompensation some of  the  most  obvious  differences  conﬁrmed  by  the  following  mutual  research.  The  areas
where the  HRM  practices  of  both  countries  were  compared  more  carefully  are  recruitment  and
selection process,  training  and  development,  performance  appraisal  and  compensation.
© 2015  Published  by  Elsevier  GmbH.  This  is  an  open  access  article  under  the  CC  BY-NC-ND  license
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aterials and methods
ata  for  this  study  were  collected  using  the  question-
aire  designed  by  Czech  and  Chinese  co-researchers.  The
uestionnaire  was  divided  into  several  sections  referring
o  various  aspects  of  HR  management  according  to  the
 This article is part of a special issue entitled ‘‘Proceedings of
he 1st Czech-China Scientiﬁc Conference 2015’’.
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ypical  HR  functions  classiﬁcation.  The  questionnaire  was
re-tested  in  a  pilot  study,  and  then  adjusted  according
o  the  feedback  from  several  companies.  It  was  translated
nto  Czech  language  and  Chinese  language  by  profession-
ls.  The  survey  was  carried  out  in  two  periods  both  in
he  Czech  Republic  and  China  in  respective,  in  the  ﬁrst
eriod  from  July  2009  to  January  2010  and  in  the  sec-
nd  period  from  September  2014  till  March  2015  among
10  Chinese  companies  and  60  Czech  companies.  Most  of
he  correspondents  were  directors  and  managers  of  compa-
ies,  some  of  them  directly  responsible  for  HR  department,
ome  of  them  HR  managers.  The  source  and  quality  of  cor-
espondents  ensured  the  reliability  and  originality  of  data
cquired.
 open access article under the CC BY-NC-ND license
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Considering  the  type  of  variables  in  the  questionnaire,
and  the  aims  of  this  study,  a  series  of  statistical  methods  was
adopted  in  a  systemic  way.  From  basic  description  analysis,
cross-tab,  variance  analysis  to  higher  level  cluster  analysis
to  investigate  the  data  further.  The  software  SPSS  13.0  was
used  for  statistical  analysis.  Description  analysis  (frequency,
cross-table  analysis)  of  speciﬁc  selection,  compensation  and
performance  appraisal  practices  in  companies  allowed  for
a  clear  picture  of  HRM  difference  and  similarities  between
Czech  and  China  companies.
Introduction
Within  organizations,  human  resource  management  plays
an  irreplaceable  role.  HR  department  is  the  accelerator  of
organization  change  and  HR  managers  must  keep  on  train-
ing  themselves  in  the  latest  approaches  of  HRM  to  meet
the  demands  of  dynamically  changing  environment.  HRM  is
essential  to  keep  and  motivate  human  resources  in  order  to
increase  competitive  advantage  of  organizations  (Koubek,
2009).
This  study  belongs  to  the  domain  of  comparative  human
resource  management.  Comparative  HRM  explores  the
extent  to  which  HRM  differs  between  various  countries  or
regions,  what  the  antecedents  of  these  differences,  and
explore  the  importance  of  such  factors  as  culture  owner-
ship  structure,  labour  markets,  union  and  role  of  state  as
aspects  of  this  subject  rather  than  as  external  inﬂuences
upon  it  (Brewster  et  al.,  2007).
The  practical  contribution  of  this  paper  is  to  provide
an  understanding  of  HRM  practices  in  manufacturing  com-
panies  both  in  the  Czech  Republic  and  in  China.  Both
countries  are  underscored  by  a  rising  economic  heterogene-
ity  and  a  rapidly  changing  socio-cultural  context,  challenged
by  waves  of  restructuring,  privatization,  increasing  foreign
investments  and  an  emerging  individualism.  The  main  goal
of  the  mutual  research  was  to  compare  HRM  practices  in
the  two  countries,  to  ﬁnd  out  differences  and  to  explain  and
learn  from  them.  The  areas  where  the  HRM  practices  of  both
countries  were  compared  more  carefully  are  recruitment
and  selection  process,  training  and  development,  perfor-
mance  appraisal  and  compensation.
In  the  area  of  recruitment  of  selection,  it  was  found  so
far  that  particular  selection  methods  are  used  more  or  less
frequently  in  different  societies  in  relation  to  the  cultural
values  of  that  country,  e.g.  high  uncertainty  avoidance  cul-
ture  used  more  test  types,  more  interviews  (Cranet,  2005).
Different  cultures  approach  66  employee  selection  pro-
cess  differently.  Some  countries  consider  rather  skills,
knowledge  and  talent,  some  prefer  consideration  of  age,
gender  and  personal  relationships.  In  the  area  of  training  and
development,  Koen  (2005)  points  that  philosophy  on  training
should  be  linked  back  to  more  general  notions  of  desirable
work  relationship  incorporating  views  on  job  classiﬁcation.
Performance  management  has  developed  over  the  past  two
decades  as  a  strategic,  integrated  process  which  incorpo-
rates  goal-setting,  performance  appraisal  and  development
into  a  uniﬁed  and  coherent  framework  with  the  speciﬁc
aim  of  aligning  individual  performance  goals  with  the  orga-
nization’s  wider  objectives  (Dessler,  2007).  Performance
appraisal  (PA)  as  the  core  of  performance  management  is
c
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iewed  as  serving  a number  of  functions:  documentation,
evelopment,  administrative  purpose  (reward  and  promo-
ion)  and  subordinate  expression  (Miiliman  et  al.,  2002).
In  the  area  of  performance  management,  evidence
howed  that  performance  appraisal  is  perceived  differently
cross  cultures.  For  instance,  values  should  inﬂuence  the
evelopment  of  criteria  for  job  success,  the  methods  used  to
easure  employee  performance  and  to  provide  employees
ith  feedback.  It  was  suggested  that  collectivist  societies
re  more  likely  to  use  informal,  subjective  appraisal,  the
oncept  of  performance  appraisal  sits  uncomfortably  with
haracter  assessment.  Cultural  variations  in  the  area  encom-
ass  both  how  people  should  be  appraised  and  by  whom
Stone  and  Stone,  2002).
ecruitment and selection
zech  and  Chinese  companies  differ  in  their  recruitment
ources.  21.67%  Czech  companies  recruit  mostly  internally,
uch  higher  than  China,  on  the  other  end,  48.62%  Chi-
ese  companies  recruit  mostly  externally,  much  higher  than
zech.  Why  Czech  companies  prefer  internal  recruitment
nd  Chinese  companies  prefer  external?  It  is  probably  inﬂu-
nced  by  labour  market,  from  the  consideration  of  morale
nd  commitment,  the  mobility  willingness  of  employee,  and
rom  the  impact  of  national  culture  value.
The  most  commonly  used  selection  methods  in  both
ountries  are  one-to-one  interviews,  application  forms  and
eferences.  The  method  of  assessment  centre,  psychomet-
ic  tests  and  interview  panel  are  rarely  used.  The  general
ituation  is  similar  in  Czech  and  Chinese  companies.
Examining  into  the  preference,  there  still  exist  differ-
nces.  For  instance,  in  Czech  companies,  the  one-to-one
nterviews  dominate  with  70%,  while  in  China  it  is  ‘‘only’’
0%.  Reference  is  more  often  used  in  Czech  selection  prac-
ices.  This  difference  is  interpreted  by  culture  difference  on
ncertainty  avoidance.  Psychometric  test  is  the  least  used
ethod  in  China,  in  the  Czech  Republic,  assessment  centre
nd  interview  panel  are  the  least  used  methods.  This  proved
he  marked  national  difference  on  the  frequency  of  a  certain
election  method.
raining and development
raining  and  development  are  considered  the  most  impor-
ant  HR  functions  for  the  era  of  knowledge-based  economy.
nternational  evidences  show  that  in  the  vast  bulk  of  orga-
izations,  in  almost  every  nation  covered,  there  is  a  written
olicy  for  training  and  development,  more  common  than
ritten  policies  on  any  other  aspects  excepting  pay  and
eneﬁts.
he  importance  of  training  and  development
rom  our  survey,  it  was  shown  that  both  Czech  and  Chinese
ompanies  give  high  mark  to  the  importance  of  vocational
ducation  and  training.  It  reﬂects  the  reality  that  China  is
ager  to  learn  so  as  to  adapt  to  the  new  market  economy  and
ny  ambitious  employer  regards  training  as  an  investment
4 J.  Li  et  al.
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This  type  of  country  tends  to  feature  a  greater  focus  on  pay
for  performance  generally  and  still  more  strongly  a  focus  on 
nd  he  will  get  a  workforce  of  high  quality  to  adjust  to  the
ncreasingly  competitive  market  in  the  future.
xpenses  on  training
ore  Chinese  companies  spend  the  expense  percentage  at
he  level  of  1.01—2.0%  of  their  turnover  on  training  of  front-
ine  workers.  The  Czech  companies  in  the  same  level  of
urnover  share  on  training  have  higher  investment  on  man-
gerial  training  than  on  workers  training.
Due  to  many  years  of  centralized  planned  economy,  lack
f  scientiﬁc  management  education  and  practicing  have
aused  that  professional  managers  are  still  hard  to  ﬁnd.
herefore,  it  is  a  great  challenge  for  the  managers  to  learn
ore  in  comparison  to  non-managerial  workers.  Perhaps  for
he  reason  in  both  countries,  there  is  stronger  emphasis
laced  on  the  development  of  managerial  workers.  Because
f  the  drastic  transformation  of  economy  and  society,  man-
gers  who  have  professional  skills  and  knowledge  and  are
ble  to  keep  adapting  to  the  market  economy  environment
re  in  demand.
he  training  methods
ajority  of  79%  of  Chinese  companies  choose  on-the-job
raining  as  the  ﬁrst  choice,  compared  to  45.5%  Czech
ompany.  21.4%  of  Czech  companies  and  6%  of  Chinese  com-
anies  prefer  off-the-job  training.  More  companies  come  to
ealize  that  performance  appraisal  could  be  used  to  identify
raining  needs,  41.8%  of  Czech  companies  take  performance
ppraisal  as  an  important  method  to  identify  training  needs,
hile  only  29%  of  China  companies  share  this  opinion.
erformance appraisal
he  objective  of  PA
or  both  countries,  the  ﬁrst  objective  of  the  PA  was  ‘‘for
erformance  improvement’’  either  on  the  total  percentage
r  on  the  rank,  the  second  one  was  ‘‘for  pay’’.
In  this  area,  the  Czech  Republic  and  China  have  shown
ore  similarity  than  difference.  The  results  indicate  that
zech  and  Chinese  companies  placed  much  emphasis  on
erformance  improvement.  It  is  a  future-oriented  strategic
ocus  which  will  beneﬁt  both  organization  and  employees.
In  both  countries,  performance  appraisal  is  also  impor-
ant  to  support  decision  making  on  pay,  in  form  of  year-end
onus  or  variable  pay.  Despite  of  the  debate  on  the  link  of
erformance  with  reward,  pay  based  on  performance  is  used
ery  often  as  a  short-run  motivation  to  employee  due  to
he  increasing  competition  pressure  and  to  the  demand  of
ncreasing  producing  efﬁciency.
he  method  and  the  participants  of  performance
ppraisalhe  following  table  (see  Fig.  1)  compares  the  intensity
f  methods  used  for  PA  and  participants  of  PA  in  both
ountries.
i
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nigure  1  Frequency  of  methods  used  and  participants  of  per-
ormance  appraisal  in  Czech  and  Chinese  companies.
Why  do  Czech  and  Chinese  companies  have  so  many
ifferences  on  the  methods  and  participants  of  PA?  Perfor-
ance  appraisal  is  a  complex  process;  it  is  inﬂuenced  by
ther  factors  such  as  national  culture,  organization  culture
nd  other  contingent  factors.
It  was  supposed  that  the  culture  value  on  individual-
sm/collectivism  and  power  distance  has  a  strong  effect
n  process  of  PA  in  a  number  of  ways.  The  supervisor  will
e  the  major  appraiser;  this  is  supported  partially  by  the
esults  of  Czech  companies.  And  this  could  be  explained
y  its  high  PDI  and  high  individualist  characters.  However,
here  is  also  a  high  percentage  of  Chinese  companies  that
se  self,  peer  and  subordinate  as  appraisers,  this  seems  to
e  the  behaviour  of  low  PDI,  which  cannot  be  interpreted
y  this  suppose.  Most  of  Chinese  companies  have  adopted
ritten  reports  —  an  indirect  way  of  performance  appraisal
pproach,  what  could  be  explained  by  its  collectivist’s  cul-
ure.
ompensation
his  section  is  focused  on  two  speciﬁc  aspects  of  compensa-
ion  and  its  differences  among  sample  companies.  Basic  pay
etermination  level  and  salary  decision  inﬂuencing  factors
ere  discussed.
asic  pay  determination
asic  pay  can  be  determined  at  three  levels,
ational/industry  level,  company  level,  or  individual
evel.  The  survey  in  this  area  was  focused  on  analysing
asic  pay  determination  level  among  surveyed  companies
nd  aimed  at  proving  the  premise  of  national  difference
etween  China  and  the  Czech  Republic.  According  to  data
cquired,  China  has  basic  pay  determined  at  national  or
ndustry  level  in  most  cases,  while  more  Czech  companies
howed  the  individual  level  determination.  This  difference
ould  be  explained  by  national  culture  and  characteristics
f  labour  market.
Czech  culture  is  characterized  by  greater  individualism.ndividual  pay.  Maybe  it  could  be  supposed  that  Czech  com-
any  is  less  inﬂuenced  by  labour  market  concerning  salary
evel,  therefore  it  is  possible  to  make  individual  pay  through
egotiation.
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Inﬂuence  factors  on  salary  decision
Czech  and  China  have  differences  in  factors  inﬂuencing
salaries.  Czech  companies  tend  to  regard  individual  per-
formance  and  experience  as  more  important.  Most  Chinese
companies  regard  group  achievement  and  seniority  as  very
important  factors  what  could  be  attributed  to  the  Confucius
philosophy  where  the  respect  to  seniority  is  one  of  the  basic
principles  and  also  collectivist  culture  in  the  China  society.
Training  level  was  considered  of  the  same  importance  in
both  Chinese  and  a  Czech  company  as  it  is  obvious  that  train-
ing  is  the  most  objective  and  not  difﬁcult  to  assess  factor.
The  differences  remind  us  once  more  that  consideration  of
national  culture  is  useful  to  understand  cross-national  dif-
ference  on  pay  practice.  Although  undergoing  great  reform
and  change,  China’s  collectivist  culture  still  remains.  Orga-
nization  tends  to  shape  a  corporate  culture  with  collectivism
spirit.  Assigning  tasks,  assessing/evaluating  and  distribut-
ing  on  group  is  normal  practice.  There  may  be  a  difference
between  groups,  but  within  a  group,  equality  will  be  main-
tained.
Conclusions
This  paper  compares  the  speciﬁc  practices  of  HRM  in  Chinese
and  Czech  companies  in  order  to  ﬁnd  out  the  major  differ-
ences  between  them.  To  realize  the  goals  of  the  paper,  two
parallel  lines  of  working  have  been  structured  and  managed.
One  line  included  the  literature  review  and  the  study  on  the
HRM  context  of  the  Czech  Republic  and  China,  focusing  on
theory  study  and  relevant  literature  review  and  comparison
of  the  HRM  context  of  the  Czech  Republic  and  China.  The
other  line  was  made  of  two  period  survey  and  methodology
work,  concentrated  on  action,  communicating  during  survey,
and  data  processing  and  full-scale  analysis.  This  line  dis-
covered  some  major  differences  between  China  and  Czech
companies,  using  the  main  ﬁndings  of  cluster  analysis  and
ANOVA  analysis.
This  study  has  found  that  context  of  HRM  in  the  Czech
Republic  and  China  has  much  difference,  and  as  supposed,
HRM  practices  have  also  signiﬁcant  differences.  HRM  prac-
tices  are  inﬂuenced  by  contingent  factors  as  size,  ownership
and  industry.  Differences  were  found  in  almost  all  function
areas  of  HRM  between  Czech  and  Chinese  companies.  In  a
brief,  the  area  of  recruitment  and  selection  differs  in  terms
of  recruitment  sources  and  selection  method  preferences,
the  area  of  training  and  development  differs  in  terms  of
expenses  on  training  and  types  of  training  on-the  job/off-
the-job,  the  area  of  performance  appraisal  differs  in  termsnies  5
f  appraisal  methods  and  participants  of  appraisal,  and  the
ompensation  process  differs  in  terms  of  basic  pay  determi-
ation  level  as  well  as  in  the  salary  inﬂuencing  factors.
The  differences  in  studied  areas  could  be  explained  by
he  historical  and  cultural  background  in  both  countries.  The
zech  Republic  is  considered  more  individualistic  country
han  China,  which  is  more  collectivistic.  China  is  building  on
ery  rich  collectivistic  history  and  also  factors  emphasizing
or  instance  the  very  high  respect  to  seniority.  These  facts
nﬂuence  all  the  HR  practices.  In  order  to  be  able  to  track
hanges  in  these  two  countries,  longitudinal  studies  in  this
rea  are  recommended.
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